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SECURITY INFORMATGse
RESEARCH PROJECT No, 5
PROGRESS REPCRT No, 1
RESEARCH ON THE FSYCHOLOGCICAL REQUIREMENTS OF THE INTELLICENCE OFFICER
Jntroduotlon

A proposal for research on the identification and definitlon of the
peychological requiremente of the intelligence officer wae approved with the
agreement thet initial efforts be confined to interviewing steff members of
TR(S); Aocordingly, interviews were held with the following TR(S) staff

members who hed fleld experience during thelr careers:

A
Based on the data obtained in these interviews, tentative definitions of the

job requirements of case officers have been formulated,

It 15 the purpose of this report to discuss these tentative definitions
and to recommend further research activity, Evaluations of these tentative
definitions and recommendetions made should be in terms of the proposed uses
for the statement of the job requirements. Therefore, before discussing the
tentative definitions and preeenting recommendations for future work, the

proposed uses and the demands these uses make on the statement of job
requirements will P* Priefly reviewed, |
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The statement of job requirements is basic to the validation of assess-
ment, The essential steps in velidetion of assegsment include obtaining
accurate and clearly defined appraisals of the Job performance of &
representative sample of the individuals who have been assessed, and compering
theee appraiaals of actual job performance with predictions of Job perform-
sence as provided in naseesment reports. Information relating to job per-
formanoe!mpm‘ted about an individual can range from & general impression
&8 to over-all effectiveness to & Teport of specific sctions which were

- judged by his supervisor to be either effective or ineffective, Similarly,
an assessment Teport can provide information ranging from a general over-all
rating of & candidate's sultabllity for a projected assignment to ratings
and discussion of specific traits, aptitudes, and sbilitles important te
effective future performance, Availability of precisely defined information
relating to job performance and precisely define@ predictione of Job perform
ance are very desirable for velidation purposes since comparisone of precise
information make more meaningful interpretation of findings possibls.

In collecting information about an individual's performance, whether 1t
be Job perfomnnde or performence in mssessment, it is essential to collect
information pygtematically to insure that sll griticsl arees of information
will be included. Information collected and reported when job appraisals
sre mede should pertain to mll types of job performance which ere eritical
in the sense of meking the difference between success and failure in achleving
‘the over-all goals of the organisation, Similarly, informetion should be
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eollected in assesement whioh will provide a basie for meking predictlons |
of job performance in critliocal areas,

It is the function of & job requirements study to define the oritical
areas of job performance. The resulte of such & study provide a basls for:

(1) %wléping job appraisal procedures which enable the
supervisor to give systematic and comprehensive reporie
of oritieal job perfomance.

(2) Developing sssesement reporting procedures which will pro-
vide systemstic and comprehensive predictlons of Jjob
performance.

(3) Formulating hypotheses concerning the abilities, traits,
and: aptitudea related to effective job performance for

use in revising, melecting, and developing sssessment pro-
sedurss, These hypotheses are the psychologlesl requirements.
The results can also be used as a basls for developing tralning evalua-

tion procedures which provide evaluations of training performance relsting

to future Job performance.

The very basic nature of & Job requirements study and the important uses
of ﬁw results emphasizes the necessity for conducting a well designed study.,
In the original proposal for this study, it was indicated that special emphasis
would be placed on getting detalled information relating to effective and

ineffective performence of case officers., There are seversal reasons for basing
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& formulation of job requirements on descriptions of & large number of
specific events in each of which the performance of & case officer was
judged to be significantly related to the achievement of organizationsl
gonls, FHrst, .a. sufficiently large and representa‘bivel sample of such
events will result in & comprehensive statement of the critical Job
requirements, OSecondly, the reéﬁiremnta will be defined in terms of
pbservable behavior, Thirdly, the 'requirementa will be defined in terms
of scesptable standards of performence which case officers can malistiea‘lly
be expected to meet rather than in terms of ideal atandards which only very
rarsly oan be met. ' |

It is the ultimate purpose of thia reseaich, therefore, to interview
a large, representative sample of thoae‘ who &re working or have worked
very recently with oase officers in field assigmments and collect deacriptions |
of events in which the performence of & case officer was judged to be
egpecially effective or ineffective. From theee data the critical Job reguire-

ments will be formuleted.

It 18 time~consuning to collect and analyze a'anfﬂcient body of data
to provide & ocomprehensive definition of job requiremente baged on desorip-
tions of specific events, The need for such a definition in assessment and
training evaluation activities is immedliate. Therefore, it wes believed
desirable to formulate & tentative list of job requirements based on expert
opinion., In imterviews with TR(S) staff members, descriptions of especially
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effective and especinlly ineffective case officers were obiained. These
data were used as the bssis for formulating & tentative list of oritical
job requirements for intelligence officers.

During each interview, notes of the commenis nade were taken, and
following the interview a list of the jJob requirements deacribed by the
interviewee wes prepared. Upon completion of the thirteen interviews,

a master list was prepared which included the data from ihe interview
records., This liat was reduced by combining those requirements which were
judged to be identical or nearly identical, Then, the requirements were |
grouped into five major arems, These areas ares
| I. Motivation

I1. Gocisl Relations

111, Emotional Adjustment

IV¥. Effective Intelligence

V. Security Consciousness

The area headings were selected as convenient categories to use for
organising the individual requirements., They should be considered as
descriptive ha#dinga rather than explanatory headings. It is not assumed that
the requirements listed under a partioular heading are highly correlated
in & psyochologicsl sense, nor is it assuned that there is & low correlastion
between requirvements listed under different cetegories. The requirements are
formulated in terms of what the effective intelligence officer does rather
than in terms of why he acis as he does,
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The completed liet of requirements was reviewed by psychologists
from the Assessment Staff and the Research and Validation Staff, and
suggested revieions were mede to eliminate existing ambiguities, The
following list is the revised one.

I. MOTIV {

A. Accepts and supports policies and goals of the Agency.

1. Maintains besic allegilence and devotion to politicel and
cultural idesls of Amerlea.

2. Acvepts and supports Agenoy policles and regulations,
including those peculiar to covert intelligence operations.

B, Accepls responsibility for performing duties requiréd 'by jobe

1. Worke efficiently and hard, allowing & minimum of interference
from distractions.

2. Works gvertime when required by job demands.

3, Accepts and performs duties required by job, including what
. may be sensidered to be routine and memial tasks,

b Peffoms duties effectively for which there is little or
no recognition,

5. Places proper performence of assignments before personal
sonvenience, :

6. Accepts responsibility for decision making required by Jjob,
G. Shows interest in improving effectiveness,

‘1., Improves effectivencss by studying historical, political,
-and eultural background of ares,

2., Tekes sdvantage of availsble oppertunities to acquire
useful ekilles end knowledge.

II. SOCIAL RELATION
A, Ie skillful and objective in evaluating the actions of agents.
1. Considers all 1likely motives for slgnificant actions of

[3'1'
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E.

B.

c.

E.
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Shows pereonel integrity in reporting activities and handiing
Agency funds and properiy.

V. EEECTIVE LWTELLICENCE

A, Bhowe knowledge of basloc intelligence, tradecraft in pleanning
apt carrying out activities.

Shows resourcefulness and ingenuity in planning and carrying
out work.

1,

2,

3.

beo

Makee effective use of available skills, materials
and opportunities to achieve Agency goale,

Plans sctivities thoroughly inocluding alternate plans in
svent of obstacles,

Makes effective use of the experience of others in
planning and carrying out activities,

Modifies plans or procedures without delay when
neceseary.

Mekes decislons effectively.

1.

2.

3.

Reeerves Judgment until essentiel facts have been
evaluated.

Makes declsions based on proper consideration of pertinent
facts, '

Mukes prompt and definite decisions when required
end initiates neceseary sction promptly.

Learne and remembers area knowledge,.

1.

2.

Acquires and retains knnﬁledge of area palitida, culture,
and key personalities,

Acquires and retains detailed knowledge of area

facilities,

Prepares and nnalyﬁea repdrta effbciively.

1.

Writes detailed, objective, and clear reports on

his activities,
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2, Writes well orgeanized reports,

3. Mekes concise and accurate condensatione of complex and
lengthy reports.

4Le Recognizes critical, significant, and highly
relevant information in reports.

5. Identifies poorly substantiated information, incon~
sietencies, or fabrications in reports,
V. SECURITX CONSCIQUSNESS
A, Considers carefully security risks when plenning activities.
B, Observes security precautions in carrying out activities,
C. Observes security regulations during off-duty hours.

Recompepdations

The following recommendations for future research sre proposed:

(1) It is recommended that the tentative 1list of job requirements be
discussed with intelligence officers who have had extensive fleld
experience (preferably recent) in order to obtain their judgments
concerning the comprehensiveness of the 1ist and the clarity of
the definitions, It would also be desirable to obtain estimates
of the importance of the varioue requirements in these discuseions,
It is recommended that the list be discussed with those members
of the TR(S) staff with field experience who have not been
interviewed to date and also those who have been interviewed to

date as well as other available intelligence officers,
(2) 1t is recammended that arrangements be made to interview intelll=

gence officers returning for debriefings in order to discuss the
tentative list of requirements with them &nd to collect descriptions

o
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of specific events in which case officers were observed to perforn

‘-

especially effectively or ineffectively.
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